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Abstract 
The study presents a quantitative research that focuses on the impact of organizational climate on employees work styles. It 
has been carried on 58 participants, Romanian employees in the public sector. Two testing instruments have been used 
during the data gathering phase of the study: SM II Questionnaire, developed by Niculita, Z for work style evaluation and 
ECO System, developed by Constantin, T for the assessment of organizational climate. 
The research results have revealed influence of the different organizational climate factors on work style as a composite 
variable and its subfactors. Although no overall effects could be established, organizational climate factors such as positive 
motivation, positive interpersonal relationships, efficient management and organizational support have proven to inflict 
positive influence on specific work style factors. 
The original approach of the concepts and the relationships between them, the use of SM II, a questionnaire crated for work 
styles research and the multiple application and further research applications represent solid arguments for the value of the 
study. 
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Introduction 
The dynamics of any organization are determined by a complex array of economic, social, political and 
psychological factors some of which are specific, others global, with a broad influence accessible on a macro-
analysis level. Organizational climate is such a factor of great importance for the balance and context of 
interpersonal, in-group and intergroup processes. Work style is a rather specific factor, related to the 
individual's input, but none the less vital for the organizational welfare.  
A good understanding of both organizational climate and work style becomes a management instrument 
useful for crisis management and prevention, gathering feedback from employees and using the human 
resources to their full potential.  
1. Research objectives 
The most elementary approach to work style implies applying the concept of style (unique, personal way of 
viewing the world and acting accordingly) to the work behavior and to any work-related situations. Although 
largely used in human resources management and organizational psychology fields, the work style concept is 
far from meeting consensus among professionals and researches regarding both definition and use. The 
consequences of the heterogeneity of approaches are visible in the variety of tests and surveys (without a solid 
theoretical background), training programs, management decisions regarding employees, work groups 
management etc.  
The present study explores the modeling influences of the perceived organizational climate on the 
individuals' work style and its factors as professional potential and personality structure. It aims to reveal the 
some of the intricate patterns that feed the relationship between the particulars of the work environment and 
dynamics on one hand, and the individual's unique input on the other. 
2. Literature Review 
2.1. Work style - from conceptualizing to testing 
One of the broadest definitions of work style has been suggested by Skehan (2002): Work style consists of a 
series of "personal work-related characteristics". Other definitions offer different perspectives of what work 
style is according to the research objectives and theoretical backgrounds: 
Work style is, according to MihuĠ, the "unity of professional, organizational, political and moral qualities 
that are obviously revealed in the every day professional activity of individuals" (1989, p. 73). 
If it is approached as an application of the individual's personality style to work-related activities, work style 
can be defined as a combination of specific traits organized by several distinct dimensions: 
• Ways to manage and channel personal energy (extraversion - introversion);  
• Specific ways to gather information (sensation and perception - intuition); 
• Decision making patterns (reason based - emotion based); 
• Life-management patterns (reasoning, judgment of values and perception). 
These dimensions are most frequently measured by the Myers-Briggs (MBTI) Indicator, a measure based on 
preference rather than performance, the latter being the traditional approach to work related traits (Kummerov, 
Barger, & Kirby, 2002, p. 25).  
Most often, the definitions of work style result in typologies with different theoretical or applied value. Most 
practical applications of work style definitions result in training programs designed for specific organizations or 
human resources management departments.  
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For example, Carolyn Gellerman (apud Scherpereel & Bowers, 2006) has design a series of workshops 
aiming to help create work teams based on heterogeneity and complementarity. Her approach to work style 
consists of a four work styles typology, as following: 
• Doers: task oriented, present oriented, stubborn, competitive, in need to see results or finish the task 
according to objectives, are often the drivers of the group; 
• Expressives: people oriented, active to a fault, future oriented, they act based on their intuition, 
popular, self-confident, in need of stimuli (high senzation seeking level) 
• Amiables: are people oriented, like to support the action, are present time frame oriented, act 
cooperatively, in need of acceptance, may be perceived as conforming, unsure and often play the 
role of the feelers in a group. 
• Analytics: information oriented, like to contribute data to the action, are historic time frame oriented, 
act based on data, in need of accuracy, may be perceived as picky, critical and often play the role of 
thinkers in a group.  
Other work style typologies include various dimensions, such as: social influence, need for accomplishment 
or self fulfillment, inter-personal orientation, independence, practical intelligence, energy level, emotional 
balance and control, adapting skills, conscientiousness.  
Each of the work style typologies or models include dimensions or traits of heterogeneous nature 
(attitudinal, motivational, emotional, cognitive, psycho-social) in order to create composite traits relevant for 
individuals' behavior in work-related environments.  
A more common approach of work style is the one efficiency-related (Günter Voß, 2001, 2008), which 
enables a value - centered dimension. An efficient work style is labeled as positive, wanted whereas an 
inefficient work-style is negative. This approach could prove counter-productive to the human resources 
management practice. This is why a factorial approach of the same construct may prove to be more useful, as it 
turns the efficiency problem into a matter of choosing the adequate individual for the job and creating the job 
requirements adequately specific for the employee. The principle of such an approach is simple: "the right 
individual for the right job".   
A simple review of the early studies of work style (Borman, Kubisiak, & Schneider, 1999) revealed seven 
most common defining traits included in operational definitions of the concept: (self) accomplishment 
orientation, social influence, interpersonal orientation, adaptability, conscientiousness, independence and 
practical intelligence. Even though some of the concepts reviewed above have become outdated in light of the 
more recent applied research in related fields, the value of the analysis of early studies consists in identified 
similarities with the Big Five model.  
Recent studies on work style focus mainly on the impact of new technologies and work conditions on the 
way the individual relates to his/her work environment and his professional activities. Relevant to this point are 
Hayman's studies (2010) regarding flexible work schedule and employees welfare. Luse et al (2013) have been 
researching cognitive styles and its impact on virtual work teams. Sato (2013) approaches telecommuting in 
Japanese society and its impact on work behavior, while Miyatake, Nishii èi Numata (2011) explore the 
connection between work style and smoking.  
2.2. Organizational climate. Definitions and conceptual work frame  
The term "climate" has been used for the first time by Kurt Lewin and his associates in their studies 
regarding the social climate in educational environments. The concept was used in relation to the dynamics 
between the leaders and their groups thus enabling a perspective in which the climate was a function of the 
leadership and could be modified according to the leadership style (Lewin, Lippett, & White, 1939).  
The early studies on organizational climate have been met with skepticism and even criticism regarding a 
possible confusion with work satisfaction (a construct regarding individual attitudes). While being an analysis 
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of the same type of attitudes towards work and workplace, organizational climate is situated al the collective 
level, involving shared perceptions and reactions. The debate is still active, especially in connection to 
construct validity and measurements (Harrison, Newman èi Roth, 2006 apud Schneider, Ehrhart, &Macey, 
2011). Still, there is a consensus among researchers regarding the fact the organizational climate involves 
impersonal descriptors of organizational structure and dynamics and less of the emotional reactions of the 
employees. The accent falls on the organizations' policies, practice, procedures, structures and dynamics and 
the way they are perceived and evaluated by the employees. From this point of view, the employees are rather 
evaluators than research subjects. The research focus falls on the organization as a unit or on its different 
departments. 
In an organizational behavior conceptual frame, the organizational climate is "a configuration of attitudes 
and perceptions of the organization's members which, combined, reflect a substantial part of the work context" 
(Ashkanasy, Wilderom, & Peterson, 2011, p. 4). 
From an applied perspective, the analysis of organizational climate represents "a description and / or 
evaluation of procedures, strategies, and organizational relations as perceived by the employees of different 
departments, at different management levels" (Constantin, 2008, p. 173). 
2.3. Organizational culture and organizational climate  
The definitions and descriptors of organizational culture have been extremely diverse and sometimes 
ambiguous. Still, the different approaches and theoretical frames have opened the research field to multi-
disciplinary initiatives involving different scientific backgrounds and fields: anthropology, sociology, 
economy, social psychology, cognitive psychology etc. Concepts such as "executive culture" (following the 
trustees' interests and other issues related to social responsibility), "scientific culture" (that values exploration 
and innovation, sometimes at the expense of professional ethics) and "safety culture" (that values the safe use 
of technology and employees' welfare) are just some of the topics of focus for applied research in the field 
(Schein, 2010).  
Schein (2010) summarizes some of the facilitating factors for the flourishing of the research on 
organizational culture: 
• The increase in technological and scientific complexity of all organizational processes and 
functions;  
• The development of global networks through information technology;  
• Acquisitions and merges that led to multicultural concerns;  
• The sustainability and ecology issues and lobbying.  
The analysis of organizational culture can be placed at different levels, from national and ethnic macro 
culture to the micro culture of the work team. All levels of analysis are interconnected and facilitate a better 
understanding of the concept (Schein, 2010). 
Organizational culture is most often conceptualized as relatively unique to a given organization in a given 
timeframe. It is a work in progress, which develops as the organization's members solve problems, interact and 
establish priorities (Howard-Grenville, Bertels, & Lahneman, 2014). Organizational climate is, according to 
Kuenzi Ƭ Schminke (2009) a rather perceptual phenomenon than an onjective characteristic of the 
organization. Being a collective phenomenon it becomes a perceptual frame for creation and implementation of 
policies, practice and procedures regarding organizational objectives. Understanding and developing the right 
organizational climate facilitates reaching the organization's objectives. 
Even though the connection between organizational culture and organizational climate is a logical one, there 
are quite a few conceptual and methodological difficulties in integrating the two concepts. From a conceptual 
point of view, organizational culture is situated at the level of macro-analysis and, as such, it includes sets of 
values, beliefs and meanings, while organizational climate is more focused on individuals and their attitudes. 
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From a methodological point of view, organizational culture has been mostly approaches through case studies 
and other qualitative methods, while researchers of organizational climate have used mostly quantitative 
methods, including surveys and tests. 
Culture in a broad meaning and organizational culture as a specific concept is defined as a system of shared 
values, symbols and meaning. It has a general impact on organization's long-term strategies, policies and 
decision making. Even though they are prone to change on a long-term basis, both organizational culture and 
organizational climate are relatively stable constructs that support organizational development. Yet, at 
organizational behavior's level, the connection between culture and specific actions and initiatives of the 
employees is diffuse at best. That is because the organization's employees or members react according to the 
way they perceive and evaluate their work environment. From this point of view, organizational climate has an 
active role in understanding and explaining employees' behavior.  
3. Methodology  
Despite all theoretical and conceptual challenges, the human resources management practice has met the 
need to evaluate and measure work style, which led to the development of different instruments such as: Global 
Work Styles Inventory, developed by Robert Greenleaf and Patricia Hayden, O*NET Work Styles 
Questionnaire, or Work Style Assessment SM, developed by PsyMax Solutions. Even though the theoretical 
and methodological background of such instruments is not thoroughly explained or developed, their practical 
value is undeniable and constitutes an argument for the necessity of scientific studies focused on work style and 
its factors.  
The present study works with an operational definition of work style as a constellation of heterogeneous 
factors of motivational, emotional, cognitive, aptitudinal, attitudinal and psycho-social nature which determine 
the individuals' unique way of dealing with his work and his/her manner of using personal resources in order to 
meet professional objectives (both individual and organizational). The defining work style factors are: decision 
making, flexibility, involvement in ones work, management abilities, competitiveness, creativity, information 
processing, interpersonal orientation. This definition allows profiling while leaving enough space for the 
emphasis of individuals' uniqueness in his work environment. Using this operational framework, the SM II 
Questionnaire developed specifically for the purpose of this research consists of 47 items regarding the eight 
factors listed above.  
Constantin (2008) has developed an analysis model for the organizational climate, ECO, which consists of 
the following main factors: 
• Task: the way objectives and tasks are stated both at organizational and individual level (clear tasks 
and objectives) 
• Relationships: the quality of relationships among employees, with emphasis on communication, 
collaboration and preservation of a non-conflict climate (positive interpersonal relationships); 
• Motivation: the motivational system promoted by the company and supported through: reward, 
appreciation, promoting opportunities, competence development etc. (positive motivation); 
• Support: resources and working conditions offered by the organization in order to promote 
professional performance (performance support); 
• Management: leadership style, efficiency of management, support for individual and team effort and 
performance (efficient management); 
• Evaluation: employee testing and evaluation according to clear criteria and standards, feed-back and 
improvement opportunities (objective evaluation); 
• Justice: fairness of organizational decisions regarding task and resources distribution, reward system 
for performance (organizational equity); 
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• Attachment: the level at which employees identify with the organization, share its objectives and 
values, project its future, are interested in its welfare and development; 
• Decision making: employees' autonomy in decision making processes regarding their work, the way 
they are co-opted in the decision making (quality of decisions); 
• Learning: learning opportunities, chances to practice and experiment with valuable ideas 
(organizational learning); 
• Satisfaction: level of contentment with the nature and importance of employees' work, with the 
freedom of initiative and with received support and recognition (incentive activity); 
•  Safety: the feeling of security and certainty regarding payroll, work processes, relationships with 
colleagues and management, confidence in the professional future (personal safety); 
• Communication: the quality of formal communication procedures, involvement in task assignment, 
norms and climate of informal communication (efficient communication); 
• Overload: excesses in workload, employees perception of the nature, volume and diversity of assigned 
tasks, the feeling that they surpass the individual's capacity to cope (work overload). 
Additionally, the author of ECO system has delimited two secondary factors, which provide the opportunity 
to assess the impact of each main factor on the stress level and organizational efficiency: 
• Subjective impact: the negative impact of the different problems identified by the employees in 
connection with the organization's activity and management 
• Stress level: the level of stress issued by the deficiencies in human resources management 
(organizational stress). 
The present study has been carried on a sample of 58 participants, employees in state institutions and 
organiaztions in Ia܈i County, Romania. Aged between 22 and 54, the participants have voluntarily provided 
information and personal evaluations regarding their work style and the organizational climate at their 
workplace.  
The measure of the two main variables of the study has been accomplished by two instruments: SM II 
Questionnaire (developed by Niculi܊ă, Z.) as a measure of work style and ECO (developed by Constantin, T.) - 
an instrument for organizational climate assessment.  
4. Research results 
The research data analysis has followed the influence of the different organizational climate factors on work 
style as a composite variable and its subfactors. The research results have not been able to identify a significant 
influence of organizational climate factors on the general measure of work style. Given the heterogeneous 
nature of the measure of work style, the lack of statistically significant results was to be expected. A second 
level of analysis per work style factors has produced multiple significant results, as following: 
There are significant differences between the subjects who perceive a high level of positive motivation (as a 
organizational climate) and the ones who score low on the same factor regarding work involvement (t(58)=2,21 
p<0,05). The subjects who score higher in positive motivation tend to be more involved in thei work activities, 
which suggests the existance of a mechanism of involvement enhancement according to the perceived level of 
positive motivation in the organizational climate. 
Another significant result has revealed large differences between subjects who score high in relationships 
and those who score low in the same organizational climate factor regarding the following work style factor 
measures: competitiveness (t(58)=2,16 p<0,05) and interpersonal orientation (t(58)= 2,16 p<0,05). Subjects 
who score high in relationships have the highest results in the two work style factors mentioned above. Their 
perception of a positive relationship climate in the organization could act as a facilitator for the development of 
interpersonal orientation in work related situations and competitiveness.  
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The data analysis has revealed a significant set of differences between subjects who perceive a high level of 
organizational support and the others regarding creativity as a stable work style factor (t(58)=2,79 p<0,01). 
This result emphasized the role of organizational support as an stimulative and encouraging frame for creative 
attitudes in the workplace.  
There are significant differences between subjects who score high on management as organizational climate 
factor and the ones who score low at the same measure regarding the following set of work style factors: work 
involvement (t(58)=2,09 p<0,05), management abilities (t(58)=2,91 p<0,01) and competitiveness (t(58)=2,03 
p<0,05). Subjects who perceive a high efficient management in their organization score higher in all three 
above mentioned work style factors, which suggests that an efficient management promotes the management 
related dimensions of employees' work style. 
Another significant result relates to the differences between subjects who score high on overload as 
organizational climate factor register significantly lower scores on management abilities (t(58)=2,44 p<0,05). 
Under the pressure of a high level of work overload, the employees cannot skillfully employ their management 
abilities. While struggling with the large number of tasks to be met, the employees cannot successfully practice 
and develop their management skills. 
The data analysis also found an interaction effect of participants' age and relationship factor of 
organizational climate on work involvement as work style factor (F(1,56)=9,49 p<0,01). Elder employees who 
score high on the relationship factor of organizational climate present the highest scores for the work 
involvement factor of work style. These differences are not significant for younger employees. This result 
represents an argument for the importance of long-term positive interpersonal relationships in the workplace. 
They promote the employees attachment to the organization and represent a stabilizing factor that promotes 
cognitive and emotional involvement in ones work and work environment. The absence of a similar significant 
effect in younger employees suggests that there might be the need to explore at least one of the organizational 
climate factors in a time-related, longitudinal frame.  
5. Conclusions 
The study presents an original approach of the relationship between two concepts with broad applied value 
for human resources management: work style and organizational climate. The research results offer a fresh 
perspective on the modeling influence of organizational climate over employees' work styles.  
One of the methodological contributions consist of the SM II Questionnaire, an adapted and improved 
version of the survey created and developed by the author for the evaluation of work styles. It is a 47-item 
instrument that provides each subject with a set of scores on eight bi-dimensional factors and a profile of the 
individual's work style.  
As this is a preliminary research study in a larger project, the sample size was relatively small and the 
number of variables analyzed kept to a minimum, in order to crop and reveal the relevant relationships between 
the multiple factors of the two main variables.  
Further research on the same topic will need to expand the analysis to other relevant variables, such as: work 
experience, level of expertise in the professional field, work group, employee turnover etc. More advanced, 
longitudinal studies will be able to test and validate intervention projects that create and promote positive 
organizational climate which, in its own turn, will provide a nurturing environment for the development of 
employees work styles to their full potential.  
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